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THE INFLUENCE OF WORK-FAMILY CONFLICT FACTORS ON 
EMPLOYEES' JOB SATISFACTION 
Miker Anak Kuyu@Denis 
The aim of this study is to identify the influence of work-family conflict 
among the employee. The factors concerned are role overload, work-to-family conflict 
(WFC), family-to-work conflict (FWC) and caregiver strain. Besides, this study also 
aims to investigate the dominant factor that influences employees' job satisfaction 
among the employees. A quantitative survey approach by using questionnaires had 
been carried out as instrument for data collection. 130 sets of questionnaires were 
distributed to the employees at SESCO and Jabatan Tanah dan Survei Sri Aman. 
However, only 78 sets of valid questionnaires were being returned and used for the 
analysis. Pearson Correlation "r" had been used to identify the relationship between 
the variables while Multiple Regression Linear was used to identify dominant factor 
that influences employees' job satisfaction. The finding reveals that job satisfaction 
among the employees is in the average level and there are significant relationships 
between the independent variables and the dependent variables. Furthermore, work-to­
family conflict is identified as the dominant factor that influences employees' job 
satisfaction. Thus, it is recommended that the organization and management should 
enhance the organizational policies related to work-family conflict and the skill of 




PENGARUH FAKTOR-FAKTOR KONFLIK ANTARA KERlA DAN 
KELUARGA TERHADAP KEPUASAN PEKERlAAN PEKERJA 
Miker Anak Kuyu@Denis 
Kajian ini bertujuan untuk mengenal pasti faktor-faktor yang mempenganthi 
kepuasan pekerjaan pekerja. Faktor-faktor yang diutarakan adalah lebihan bebanan 
tugasan. konjlik kerja terhadap keluarga. konjlik keluarga terhadap kerja dan tekanan 
tanggrtngjawab penjaga. Selain daripada itu. kajian ini juga bertlljuan untuk 
mengenal pasti faktor dominan yang mempenganthi kepuasan pekerja. Satu kajian 
Icl.lantitatif dengan menggunakan kaedah borang soal selidik telah dijalankan IIntuk 
mendapatkan data. Sebanyak 130 set borang soal selidik telah diagihkan kepada 
pekerja-pekerja di SESCO dan labatan Tanah dan Slirvei Sri Aman. akan tetapi. 
hanya 78 set sahaja yang dikembalikan dan digunakan untuk analisis. Pearson 
Korelasi "r" telah digunakan untuk mengkaji hubungkait antara pemboleh lIbah dan 
Multiple Regrasi Analisis bagi mengenal pasti faktor dominan yang mempengarllhi 
kepuasan pekerjaan pekerja. Kajian mendapati bahawa tahap kepuasan kerja dalam 
kalangan pelcerja adalah pada tahap sederhana. Selain itlt. kajian juga mendapati 
bahawa terdapat perkaitan yang signifikan di antara pemboleh ubah. Konjlik kerja 
terhadap kelLiarga telah dikenal pasti sebagai faktor dominan yang mempengaruhi 
kepuasan pekerjaan pekerja. Oleh yang demikian, adalah dicadangkan supaya pihak 
organisasi dan penguntsan perlu mengkaji polisi organisasi dan meningkatkan 
kemahiran penyelia dan pengllrlls dalam memainkan peranan yang efektif 1l11tuk 
membimbing dan menasihati para pekerja dalam hal-hal konjlik antara kerja dan 







This chapter consists of eight important sections. The first section explains the 
background of the study. The second section describes the problem statement. For the 
third section, the objective of the study which comprises general and specific 
objectives will be discussed. The conceptual framework will be shown in the fourth 
section. In the fifth section, the research hypotheses that were developed based on the 
conceptual framework will be identified. The sixth section defines the important term 
used in this study that consists of conceptual and operational definitions of term. The 
seventh section explains about significance of the study and the limitations of the 
study will be discussed in eighth section. The conclusion will be provided in the last 
section. 
1 
1.2 Background of study 
Competing demands between work and home have assumed increased 
relevance for employees in recent years, due in large part to demographic and 
workplace changes such as rising numbers of women in the labour force, an ageing 
population, longer working hours and more sophisticated communications technology 
enabling near constant contact with the workplace. In response to these changes and 
the conflict they generate among the mUltiple roles that individuals occupy, 
organizations are increasingly pressured to implement work practices intended to 
facilitate employees' efforts to fulfill both their employment-related and their personal 
responsibilities (Rapoport, Bailyn, Fletcher, & Pruitt, 2002). 
Thus, having a suitable job satisfies several basic needs and is a good tool for 
mental and physical health (Hodson, 2001). Job satisfaction, however, does not 
entirely depend on the nature of one's job but also appears to interact with one's life 
outside their job and extends to their family. The nature of the work-family 
relationship is an important part of the work-family structure that ranges from positive 
to negative (Frone, 2003). In recent years, the view of work and family as separate 
worlds has been seriously challenged and many studies have been conducted on the 
effects of work characteristics on the family domain (Delgado & Canabal, 2006; 
Karimi, 2009). Similarities between the family and work domains may lead to 
spillover from farnily-to-work and work-to-family (Dilworth & Kingsbury 2005). 
Social and demographic changes, an increase in the number of single-parent families, 
an increase in the elderly population, and, in tum, an increase in caregiving duties 
(Dilwort & Kingsbury, 2005; Hendrickson, 2000) have changed the dynamics of 
family in relation to work. 
In addition, a rise III global competition, and the need for increased 
productivity put more pressure on employers to provide some assistance to employees 
in the management of their multiple roles (Campione, 2008). Thus, the study of the 
work-family interface has been considered critical in recent decades. Although there 
2 
are numerous studies in this area, a few of them have been conducted in the Eastern 
country, like Malaysia, and most have been carried out in Western countries. The 
study reported in this paper is conducted with Malaysian employees to explore the 
unique relationship of work-family interface in a non-Western society with its own 
specific culture. 
1.3 Statement of problem 
Globalization competition is a driving force behind current business strategies 
aimed at reducing costs in order to be successful in the world market. Business strives 
to be lean, focused and responsive. Organizations attempting to be flexible in order to 
respond quickly to charging market conditions expected their employees to be 
likewise adaptable (Jones, Burke & Westman, 2006). In some respects, employees 
now work in an environment characterized by a permanent state of the flux (Sparrow, 
2000). 
The business strategies many companies have pursued to become globally 
competitive have resulted in the centralization of infrastructural business components 
(e.g., administration, human resources), a consolidation around core business, delaying 
(i.e., a reduction in the number of organizational levels), outsourcing and offshoring, 
downsizing and understaffing (Dunford, 1999; Sparrow, 2000; Jones, Burke & 
Westman, 2006). In tum, employees of these companies and their families face fear of 
job loss and unemployment, low wages, increased work hours, more demanding 
workloads and a diminishing sense of control over work (Grosswald et ai., 2001; 
Sparks et ai., 2001). 
In recent decades, the non-western society has experienced socio-demographic 
changes in the workplace similar to those experienced in western societies. Due to 
these change, non-western employees are experiencing conflict between work and 
family responsibilities (Karimi 2008). In this context, an imbalance between work and 
family domains appears to have had negative outcomes for individuals (e.g., job 
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dissatisfaction, anxiety, depression, and poor health), for inter relationships (e.g., 
increase in inter-relationship conflict, and divorce), and for organizations (e.g., 
absenteeism, decrease in productivity, and increasing turnover) (Hammer & 
Thompson 2001; Rode et al. 2007). The competing demands between work and family 
expectations and roles often result in conflict for employees (Kinnunen et al. 2004). 
In addition to demographic changes, recent years have witnessed economic 
changes such as globalization and growth of the global market and multinational 
companies. Malaysian society is also experiencing changes in the workplace similar to 
those experienced in Western societies (e.g., competing in a global market). In light of 
these changes, studies of work-family issues may provide perspectives on work and 
family interactions (Doumas et al. 2008; Hammer et al. 2002). What needs to be 
emphasized, however, is an increase in the diversity of the contexts for studies of 
work-family domains, further highlighting the role of local cultures in the dynamics of 
work-family influence. 
Generally, employees whether in public or private sector have never been 
satisfied with their job. Metle (2002) stated in developing countries, it is assumed that 
employees do not perceive their work as a source of satisfaction and tend to 
experience various forms of deprivation and withdrawal behavior such as laziness, 
absenteeism, high turnover and general lack commitment to work. Furthermore, in 
Malaysia itself working conditions contributes the factors that influence work-family 
conflict. Average working hours per week in 2004 was 47.4 (Department of Statistics 
Malaysia, 2005). Workers reported that they had heavier workloads, increasing 
amounts of shift w rk and did not receive a good salary. Nearly 100,000 local workers 
were terminated from their jobs in 2002-2006 (Malaysian Trades Union Congress 
Bulletin, 2007) and evidence shows that job insecurity is increasing. However, unlike 
Western developed countries, flexible work options and childcare are not common 
initiatives offered by Malaysian organizations (Hassan and Dollard, 2007). With all 
these changes, it comes as no surprise that the Malaysian workforce is stressed 
(Edimansyah et al., 2008; Manshor et al. , 2003). 
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Therefore, many organizations have tried to become more 
employees/family/personal life friendly. These efforts have typically involved the 
creation of policies supportive of work-family balance. However, unfortunately, the 
presence of work-family policies does not guarantee that they will be utilized or that 
they will be effective. This may be a result of organization cultures or management 
practices that support long working hours and may discourage employees from taking 
advantages of those policies in subtle and not-so-subtle ways (Jones, Burke & 
Westman, 2006). Thus, while helpful to some people, new policies may have little 
benefit for the bulk of the working population. This may result of deeply held and 
long-standing assumptions built into the culture of many organizations that may cause 
resistance to those changes. These include the expectation that managers need to 
control the work, that the primary obligation of employees is to their employers, that 
man should invest more in work than at home and that women have the prime 
responsibility for the home. Furthermore, there is an assumption that home and work 
should be separate spheres and home is not the concern of the organization. Men and 
women who want to succeed may be expected to fit in with these cultural 
expectations. 
Most of the prior researches studied work-family conflict that focused more on 
the work-family interference and family-work interference instead of studying the 
influence of caregiver strain as well as role overload at home and workplace (Duxbury 
& Higgins, 2003). There is must be lack of appropriate work-family policies provided 
due to undiscovered certain important variable in work-family conflict. In this 
research, the re earcher conceptualizes work-family conflict broadly to include role 
overload, work-to-family conflict, family-to-work conflict and caregiver strain. It 
focused on the work and family dimension whereby the researcher identify the 
influence of work-family conflict on its relationships with employees' job satisfaction 
in order to compare the results and have a better understanding of the issue of work­
family conflict in a non-western country. Hopefully, this broad conceptualized work­
family conflict can comprehensively address those immerging issues as well as ensure 
the effectiveness of establishment of work-family policies in future. In this climate, 
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managing the boundary between home and work is becoming more challenging. There 
is a need for employees and employers alike to find flexible and innovative solutions 
that maximize productivity and increase job satisfaction without damaging employees' 
well-being, their family relationships and other aspects of personal life. 
1.4 Objective of study 
1.4.1 General objective 
The main purpose of this study is to identify the relationship of work-family 
conflict and employees' job satisfaction. 
1.4.2 Specific objectives 
• 	 To identify the relationship between role overload and employees' job 
satisfaction. 
• 	 To identify the relationship between work-to-family conflict and employees' 
job satisfaction. 
• 	 To identify the relationship between family-to-work conflict and employees' 
job satisfaction. 
• 	 To identify the relationship between caregIver strain and employees' job 
satisfaction. 






1.5 Conceptual framework 
The research framework for this study is depicted in Figure 1. In particular, the 
independent variable is work-family conflict. The dependent variable of this study is 
employees' job satisfaction. 






Employees' Job Satisfaction 







.: There is a significant relationship between role overload and job satisfaction. 
Hypothesis 2 









H.: There is a significant relationship between caregiver strain and job satisfaction. 
Hypothesis 5 

H.: There is a dominant factor that influences the job satisfaction. 
1.6 Significance of study 
Technological change and the need to be globally competitive increased the 
pressures on organizations and employees alike. Time in employment increased for 
many, as did the use of non-standard types of employment. Non-work demands also 
increased over the decade as family structures continued to change. Taken together, 
these changes suggest it is time for another rigorous empirical look at the issue of 
work-life conflict. 
This study is designed to provide business and labour leaders, policy makers 
and academics with an objective "big picture" view on the issue of work-life conflict 
in individuals' live in the current situation. It is important not only for the sake of 
individual employees and families, but also for the sake of employers and work 
organizations. It has been clearly shown that work-family conflict is associated with 
various negative individual, family and organizational level outcomes (Allen, Herst, 
Bruck, & Sutton, 2000). 
Besides that, this study suggests practical ideas to mangers coping the issues of 
maintaining satisfaction. This study also contributes better understanding how work­
family conflict could affect employees' job satisfaction. It allows managers to take 
appropriate action to improve organizational design and human resources management 
so meet employees' atisfaction and fulfill their needs. When satisfaction of the 
employees has been fulfilling, they can improve their productivity and performance. 
Moreover, it provides a large contribution in welfare and can boost the morale of their 
employee and help to build a better image f the organization they worked. 
Thus, it is easier for the organization to identify what they need to do to reduce 
work-life imbalance and help organizations appreciate why they need to change how 
they manage their employees in their organization. This information will also allow 
rganizations and governments to target their interventions to a particular type of 
ork-life conflict or to a specific group of employees. 
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